The aim of this study is to study the relationship between organizational culture and organizational citizenship behavior (OCB) with employees' empowerment. Empowering employee's breeds success by providing a suitable framework to utilize the necessary skills in an attempt to realize organizational goals. In this paper, four dimensions of employees' empowerment including meaningfulness, choice, competence and impact are investigated. We also identify four dimensions for organizational culture including adaptability, consistency, involvement and mission. The paper also specifies five basic dimensions of OCB, which consists of altruism, conscientiousness, sportsmanship, courtesy and civic virtue. These basic dimensions of both independent and dependent variables construct the research conceptual model and the required data is gathered from the Tehran Municipality. This proposed study considers 180 employees who participated in our survey. The investigation of the proposed model is also performed based on the Structural Equation Modeling (SEM).
Introduction
Nowadays, many researchers participate in the field of empowering employees and in this area of research, valuable results have been presented for organizations and firms across the world. Empowerment is a concept, philosophy, or set of organizational and behavioral practices where a company vests decision-making or approval authority to employees (Pinchot, 2000) . Empowerment is a set of policies allowing self-managing teams and individuals to be in charge of careers and destinies (Pinchot, 2000) . Empowering employee's breeds success by providing the framework to the workforce to unleash, to develop, and to utilize skills to realize organizational goals (Helgesen, 2000) . This study aims to investigate the relationship between organizational culture and organizational citizenship behavior (OCB) with employees' empowerment. In any work environment, it is possible to find individuals who contribute beyond specified job requirements. These are the people who exhibit certain helpful behaviors. Such desirable discretionary contributions are called as organizational citizenship behaviors (Jackson, 2009) . On the other hand, Organizational culture has been under special attention among managers and it has always been considered as one of the components of organizational effect. Content to the organizational culture of organizations is formed after an organization is influenced by other dimensions. Despite various studies in organizational culture, many organizations are still suffering as a cultural richness. There are perhaps strong organizational culture growths and prosperity of organizations is seeking. Therefore, the following questions are investigated in this study, 1. What are the main effective dimensions of OCB in the statistical population of this study? 2. What are the main effective dimensions of organizational culture in the statistical population of this study? 3. What is the relationship between OCB and employees' empowerment in the statistical population of this study? 4. What is the relationship between organizational culture and employees' empowerment in the statistical population of this study? 5. What is the fit model for relationship between these three basic variables including OCB and organizational culture with the employees' empowerment?
Literature review

Employees' empowerment
Empowerment is a kind of a journey to a destination (Kaye & Jordan-Evans, 2002 ) and today's business environment requires administrators to visualize the direction the organization very clearly (Baird, 2006) . On a basic level employee empowerment is granting power to the stakeholders doing the work (Petter et al., 2002) . Many empowerment programs are based on innovation, greater effectiveness, and better performance (Castello, 2002) but many people think more about it (Castello, 2002) . It requires skill, dynamics, and communication techniques, which could be time consuming (Petter, et al., 2002) . Empowerment programs, to be effective, need the full support of management throughout the process and empowerment needs to be an ongoing concern (Baird, 2006) .
Empowerment is a concept, philosophy, or a set of organizational behavioral practices where a company vests decision-making or approval authority to employees (Pinchot, 2000) . Empowerment is policies allowing self-managing teams and individuals to be in charge of careers and destinies (Pinchot, 2000) . Empowering employee's breeds success by providing the framework to the workforce in order to utilize the necessary skills to reach organizational goals (Helgesen, 2000) . These types of programs place the responsibility for decisions further within the organization (Petter et al., 2000) . Empowerment is making all stakeholders responsible for daily tasks and the everyday jobs at hand (Messmer, 2004) . Empowerment does not advocate giving up control, but rather changing the way control is implemented (Messmer, 2004) . Giving employees greater responsibility is an effective application of an organizations vision to the development and utilization of the human resource asset (Baird, 2006) . Empowerment changes the organizational culture in such a way that there would be no conflict between the objectives of firms and individuals (Petter, et al., 2000 cited in Baird, 2006 .
Empowering stakeholders leads to better customer focus, quality, and continuous improvement (Petter, et al., 2000 cited in Baird, 2006 . Empowerment is the necessary means and techniques in service to accomplish firms' requirements (Messmer, 2004) and it can be carefully measured by customer satisfaction (Messmer, 2004) . Managers must believe that a change in culture can be made and that the individual leader is the force, which could make the change a reality (Helgesen, 2000 cited in Baird, 2006) . Empowerment can increase motivation to remove mistakes and helps stakeholders take responsibility for actions on the job (Newstrom, 2004) . Furthermore, empowerment increases the opportunity for innovation, creativity, and goal focus. The process assists with continuous improvement, customer satisfaction, and help management team reach cost saving decisions. The program assists employee to be more loyal and self-managing teams for employee control and productivity and it provides more responsibility for the employee, which ends to have a culture of pride, self-worth, and self-respect (Messmer, 2004) .
In this study, the cognitive empowerment model of Thomas and Velthouse is used to construct the basic model of the research. There are four cognitions or task assessments as the basis for worker empowerment including sense of impact, competence, meaningfulness, and choice (Thomas & Velthouse, 1989) . They adopted an interpretive framework and used the resulted framework to describe cognitive processes. Widespread use of the empowering has come at a time when global competition and change have forced a search for alternative forms of management (Thomas & Velthouse, 1989) . A facilitative management style, which encourages commitment, risk-taking, and innovation must be used to enhance the new competitive forces in the external environment (Thomas & Velthouse, 1989) . This trend has been apparent in the fields of leadership and organizational culture where different investigation have indicated that leaders could energize workers (Thomas & Velthouse, 1989) .
Assessments in the models are an individual's generalized beliefs about:
The above four basic elements are the core for current study's model. These assessments are more conceptual beliefs compared with specific task assessments, which motivates an employee's behavior (Thomas & Velthouse, 1989) . According to Rotter (1966) the notion of locus of control is formed over time by the individual's assessments based on the impact of the employee's performance on specific tasks. In turn, task assessments are shaped deductively in part by an individual's global assessments (Thomas & Velthouse, 1989) .
Organizational citizenship behavior (OCB)
In any work environment, it is possible to detect individuals who contribute beyond specified job requirements. These are the people who provide certain useful behaviors such as company resources. They normally admit reasonable inconvenience without any objection, provide good suggestions, and act in a manner consistent with god team players. Such desirable discretionary contributions are called as organizational citizenship behaviors (OCB) and it is described as "beneficial behavior of workers, which was not prescribed but occurred freely to help others achieve the task at hand" (Di Paola, 2005; Jackson, 2009 ). Katz (1964) is believed to be the first who introduced the term of OCB on extra role behaviors. Then Organ and Beetman (1983) introduced total concept of OCB and it is also called "the good soldier syndrome" (Organ, 1988) .
Other terms for this concept are as follow: Contextual Performance, Organizational Spontaneity, Civic Organizational Behavior, Pro-social Organizational Behavior, etc. (Bragger & et al., 2005; Padasakoff & et al. 2000; Somech & Zahavy 2004) . OCB specifies those activities not considered as organizational qualifications, but the activities, which are useful for organizations. These behaviors might not be rewarded; therefore, employees are not rewarded for these pro-social behaviors. Nevertheless, these behaviors lead to rewarding later (Organ 1997) . There are also cases where employee might be rewarded for OCB but awards are not always received and have non-linear relationship with behavior (Bragger et al., 2005) . OCB, in essence, is assumed to be a cooperative behavior, which means people of the organization support each other (Barnard 1983; Van Dyne & et al 1995) . OCB develops effective performance of organization, elevates organization as a whole and recommends it to other parties (Williams & Anderson, 1991) . Structural viewpoint used concept of "organization" to define OCB. It is also believed that employee should have knowledge, ability and opportunity to do predicted and extra role behaviors (Ahmadi et al., 2010) . Kwantez (2003) divides all determinants of OCB into two main groups of individual and organizational characteristics. The most important individual determinants include individual values, job attitude, individual commitment to organization, individual perception of job, organization and management support, perception of degree of justice in organizational exchanges and emotional states. The most important organizational determinants include culture, organizational structures, and practices of human resources and method of organizational exchanges (Ahmadi et al., 2010) .
In this study, we use five-category model developed by Organ (1988) to construct the basic research model in this study. Organ (1988) introduced five distinct categories for OCB, which are altruism, conscientiousness, sportsmanship, courtesy, and civic virtue (Jackson, 2009 ). These basic five categories are described as follow:
• Altruism: altruism or helping behaviors consist of all behaviors in which an individual assists someone in completing organizationally related tasks. An example of altruism is someone helping a struggling co-worker complete his/her assigned paperwork or put away stock in the store room even through the helper received no tangible benefit from helping. Subcategories of cheerleading and peacekeeping were included within this dimension.
• Conscientiousness: This term is also called compliance and it is associated with individuals going well beyond the minimum expectations.
• Sportsmanship: This explains how workers address inconvenience and disruption. The unexpected occurs in every work setting, but the good sport handled these events with good nature and without compliant.
• Courtesy: courtesy means workers who communicated with their colleagues, provided advance notice of changes in their work schedule, or described to others about decisions, which could influence their jobs.
• Civic Virtue: This term describes actions associated with contributing the organizational governance. Attending meetings, making constructive recommendations concerning company rules and procedures, and agreeing to serve on or lead committees were typical civic virtue behaviors (Jackson, 2009 ).
Therefore, basic hypothesis to measure the relationship between OCB and Employees' Empowerment is as follow:
H1:
Organizational Citizenship Behavior (OCB) is positively related to Employees' Empowerment.
Organizational culture
Organizational culture as one of the components of organizational effect has always been under special consideration among managers and theorists. Numerous studies on organizational culture and its relationship with other components such as job satisfaction, performance, productivity and efficiency confirm this (Ebrahimpour et al., 2011) . Content to the organizational culture of organizations formed after that the organization is influenced by other dimensions. Despite the fact that there are various studies in organizational culture, many organizations are suffering as a cultural richness (Ebrahimpour et al., 2011) . Organizational culture refers to shared assumptions, values, and norms (Schein, 1985) . Organizational culture is a source of sustained competitive advantage (Barney, 1991) and empirical research shows that it is a key factor to organizational effectiveness (Deal & Kennedy, 1982; Denison, 1990; Gordon & Di Tomaso, 1992; Ouchi & Jaeger, 1978; Peters & Waterman, 1982; Wilkins & Ouchi, 1983) . In particular, many people identified and validated four dimensions of organizational culture, which are conducive to organizational effectiveness (Denison, 1990; Denison and Mishra, 1995; Denison and Neale, 1996; Fey and Denison, 2003) :
Adaptability refers to the degree in which an organization maintains the ability to alter behavior, structures, and systems to survive in the wake of environmental changes. Consistency is associated with the extent in which beliefs, values, and expectations are held consistently by members. Involvement refers to the level of participation by an organization's members in decision making. Mission is the existence of a shared definition of the organization's purpose (Zheng et al., 2010) . This study uses this framework.
H2: Organizational Culture is positively related to Employees' Empowerment.
The research conceptual model
Based on detailed literature review and determine the basic dimensions of both independents and dependent variables, in this section the conceptual model of research is presented. As is obvious from the conceptual model of research, basic dimensions of employees' empowerment are encompasses: Meaningfulness, Choice, Competence and Impact; also basic dimensions of organizational citizenship behavior are encompasses: Altruism, Conscientiousness, Sportsmanship, Courtesy and Civic Virtue; and finally organizational culture dimensions include: Adaptability, Consistency, Involvement and Mission. Fig. 1 shows the research conceptual model. 
Methodology
The study consists of 180 employees of Tehran Municipality who participated in the survey. Table 1 shows details of their personal characteristics in terms of their educational level and their work experience. 
Data collection
The basic tool for data gathering in this research was questionnaire. Also the most important methods of collecting data in this study are as below:
1) Documentary studies: document sources, articles, required books and internet was used in this part in order to collect information about theoretical base and research literature and also to identify the basic dimensions of each of the independent and dependent variables and constructing the research conceptual model.
2) Field Studies: in this part in order to collect data and information so that analyze and test the basic research model, questionnaires were used.
Also for data analysis the SPSS18.0 and LISREL8.7 software were used and according to software package basic and related statistical tests were defined and then were run.
Validity and reliability
Validity and reliability are two necessary features for every measuring material such as questionnaire because these materials should analyze data and provide final conclusions for researchers.
Validity
To sum up, validity means that a measuring material is used to measure the characteristics. In this research to confirm the validity of the research's questionnaire, Factor Analysis was used. For questionnaire of this research there were 28 questions (except 2 descriptive questions) and after factor analysis, common amounts of all items were above the 0.5 and remained in the analysis. Table 2 shows the KMO of Sampling Adequacy for this research, Sig and Bartlett's Test of Sphericity which all demonstrated that research is so appropriate and valid. 
Reliability
To meet the reliability confirmation in this research, Cronbach's alpha was calculated. A questionnaire consists of 30 questions was used for data collection. Two questions were about descriptive statistics and characteristics of respondents and measured by numerical measures. Others were evaluated by the Likert 5-choice measurement. Cronbach's alpha Coefficient was used to measure reliability and it was calculated for 13 basic elements and categories of this research and it was 0.902, which is well above the mean acceptable alpha and it means the questionnaire is reliable. Reliability of the questions was evaluated. Table 3 shows the results (Cronbach Alpha is used to test the reliability of the materials used in the research). All these parts bear high reliability (a> 0.7). 
Data analysis
For measuring the model by using gathered data, t-test, Pearson Bi-variate Correlation test and also Structural Equation Modeling (SEM) have been used.
Measuring the dimensions of OCB
First, to determine the affectability of all dimensions of independent and dependent variables, one sample t-test has been used. Table 4 and Table 5 show the results of one sample t-test for OCB dimensions. Results illustrate that all 5 dimensions including: Altruism, Conscientiousness, Sportsmanship, Courtesy and Civic Virtue are positively affected on OCB. Table 6 and Table 7 show the results of one sample t-test for Organizational Culture dimensions. Results illustrate that all 4 dimensions including: Adaptability, Consistency, Involvement and Mission are positively affected on Organizational Culture. 
Measuring the dimensions of Organizational Culture
Measuring the dimensions of Employees' Empowerment
Relationship between OCB and Employees' Empowerment
In order to measure the relationship between OCB and Employees' Empowerment in this study the Pearson Bi-variate Correlation test has been used. Result of this test is presented in the Table 10 . .000 -N 180 180 **. Correlation is significant at the 0.01 level (2-tailed).
As obvious from the results of Table 10 , there is a strong and positive relationship between OCB and Employees' Empowerment. The Pearson's coefficient for these two basic variables in the study is 0.695 (approximately 0.70) at the 99% confidence level.
Relationship between Organizational Culture and Employees' Empowerment
In order to measure the relationship between Organizational Culture and Employees' Empowerment in this study the Pearson Bi-variate Correlation test has been used. Result of this test is presented in the Table 11 . .000 -N 180 180 **. Correlation is significant at the 0.01 level (2-tailed).
As obvious from the Table 10 , there is a strong and positive relationship between Organizational Culture and Employees' Empowerment. The Pearson's coefficient for these two basic variables in the study is 0.641 at the 99% confidence level.
Structural Equation Modeling (SEM)
In order to run the basic conceptual model in the study the Structural Equation Modeling (SEM) has been used. Using LISREL8.7 this model has been runes. Results showed that the model of this study was highly appropriated to present the relationship between basic variables of the study and also between dimensions of basic independent and dependent variables. Fig. 2 shows the SEM results for the model of this research.
Also Table 12 shows the results of fitness the model of SEM for this research. As obvious from the table this model is completely fit to present the relationships between variables and dimension of the research's model. 
Conclusion
This survey study aimed to investigate the valid relationship between organizational citizenship behavior and organizational culture with employees' empowerment. For achieve this main purpose, after detailed review of literature and research background, four basic related dimensions of employees empowerment consisted of: meaningfulness, choice, competence and impact; four dimensions for organizational culture consisted of: adaptability, consistency, involvement and mission; and also five basic dimensions of OCB consisted of: altruism, conscientiousness, sportsmanship, courtesy and civic virtue have been identified. Based on these main dimensions and elements, basic conceptual model has been presented. This basic model clearly show the relationship between main independent and dependent variables including OCB, organizational culture and employees' empowerment and also the relationship between dimensions of these independent and dependent variables. Based on data gathered from the statistical population, appropriate statistical tests have been applied. Finally, structural equation modeling (SEM) for constructing the basic relationships have been applied and presented. Results demonstrated that there were strong and positive relationships between OCB and employees' empowerment. This means that in the organization or departments of organization that have the real accomplished OCB, employees were enthusiastically endeavored to play an important role in the organization. When employees tend to do organizational activities willingly and enjoy for apply these works, they potentially best ready to empower with the organization.
Also results demonstrated that there were strong and positive relationships between organizational culture and employees' empowerment. This means organization that foster and supports the innovation, creativity and other valuable activities related to the efficiency and effectiveness of the organization, have positive impact to empower the employees. Constructive organizational culture will foster the employees' empowerment process and it provides a context to enhance organizational effectiveness. It is strongly recommended that managers build the supportive atmosphere in the every section of the organizations in order to achieve the empowering employees positively and simply.
